The current study examined the contribution of hearing loss, social affiliation, and career self-efficacy to adolescents' future perceptions. Participants were 191 11th and 12th grade students: 60 who were deaf, 36 who were deaf or hard of hearing, and 95 who were hearing. They completed the Future Perceptions Scale, the Career Decision-Making Self-Efficacy (CDMSE) Scale, and the Self-Efficacy for the Management of Work-Family Conflict Scale. Results indicated that participants who were deaf reported significantly higher levels of future clarity and intensity than the other groups. However, no significant differences were found in career self-efficacy. Hearing status and affiliation and the efficacy to manage future conflict between work and family roles were significant predictors of participants' future clarity. CDMSE was a significant predictor of future planning. Implications for theory and practice are discussed.
Thinking about the future is an important activity which may impact adolescent development in general (e.g., Erikson, 1968; Lewin, 1939) , and their adaptation to adult roles in particular (e.g., Malmberg, Ehrman, & Lithén, 2005) . Most of the research in the area of career development and future planning has focused on occupation, neglecting other important life domains (such as family) and the relationships between them (for a review see Cinamon & Rich, 2014) . Furthermore, these studies have mainly tended to examine youth with typical hearing (e.g., Cinamon & Rich, 2014; Ellison, Yvette Wohn, & Greenhow, 2014; Rogers & Creed, 2011) . The knowledge about career development and future perceptions of adolescents with hearing loss is limited, reducing professionals' ability to guide and foster their transition into adult roles. The current study examined future work and family perceptions among adolescents with and without hearing loss.
Persons with hearing loss tend to suffer from higher rates of unemployment and underemployment (e.g., Hogan, O'Loughlin, Davis, & Kendig, 2009; Schroedel & Geyer, 2000) . In addition, they often earn less money and have fewer promotion opportunities than their hearing colleagues (Luft, 2000; Winn, 2007) . For persons with hearing loss to overcome their career-related difficulties, identification of the factors influencing these difficulties is much needed. Studies have shown that factors such as environmental barriers and negative attitudes may limit the career development of these persons (Punch, Creed, & Hyde, 2006; Punch, Hyde, & Creed, 2004; Punch, Hyde, & Power, 2007) . In addition, as suggested by Social Cognitive Career Theory (SCCT; Lent, Brown, & Hackett, 1994 , 2000 , a frequently used framework for studying academic and career development in recent years (Betz, 2008; Lent, 2005) , the number of barriers one perceives (i.e., perceptions about possible future obstacles) may be one of the factors which shape career-related attitudes, beliefs, and behaviors.
Studies on individuals with hearing loss have tended to focus on certain groups such as Deaf and deaf or hard of hearing (D/HH) persons, neglecting to compare between these groups, despite major differences which exist between persons with hearing loss. Deaf (D) people, for instance, tend to have a sense of community and to develop a well-defined deaf identity (Anderson & Leigh, 2011) . Deaf or hard of hearing persons, on the other hand, who constitute the majority of people with hearing loss, tend to place more importance on blending into the hearing world. Whereas most of the D/HH students are integrated in regular classrooms, there are many deaf persons who study in special classes from an early age (Plaut, 2007; Weisel & Reichstein, 1990 ). These differences may be influential when exploring issues such as career choice and future planning. Thus, in order to better understand the impact of hearing loss on such aspects, a comparison between different groups with hearing loss is needed. The current study examined deaf, D/HH, and hearing participants (i.e., participants with different hearing status and different social affiliation).
Future Perceptions
A perception of the future includes one's plans, ambitions, expectations, and concerns about possible events in different life domains in the near and far future (Seginer, 1988a) . Cinamon and colleagues (e.g., Cinamon & Rich, 2014; Michael, Most, & Cinamon, 2011a ) extended the concept to include different dimensions. Specifically, they suggested that the term "future perceptions" relates to the process of preparation and construction of the future which includes a life-space dimension (the various life roles that are considered in the individual's future plans, such as work and family), an integrative dimension (the degree to which an individual considers the possible relationships between the different future life roles), an intensity dimension (the degree to which an individual thinks and is occupied by the future), a clarity dimension (the degree of clarity in which the future is conceptualized), and an emotional dimension (the emotions elicited by thinking about the future such as degree of stress and excitement). The current study adopted this broad perspective of future perceptions.
The examination of future perceptions during adolescence is especially important because this phase is characterized by the individual's ability and willingness to acquire skills which are essential for successful integration into his or her culture (Erikson, 1968) . Society in general and the family in particular encourage adolescents to focus on their future transition into adulthood (Malmberg, 1996; Nurmi, 1993) . Consequently, adolescents start to make plans for their future career (Kracke, 1997) .
Only few studies have examined aspects of future perceptions among youth with special needs. For example, Palmer and Wehmeyer (1998) found that students with intellectual disabilities were significantly less hopeful about their future than their peers with or without learning disabilities. More recent findings indicate that youth with disabilities have expectations that continue to be significantly lower than those of the general population in certain cases, but that deaf students hold relatively high expectations for the future (Garberoglio, Schoffstall, Cawthon, Bond, & Ge, 2014; Wagner, Newman, Cameto, Levine, & Marder, 2007) .
The above studies imply that whereas, in general, individuals with more severe disabilities tend to perceive a less positive future for themselves, this may not be necessarily the case for youth with hearing loss. A possible explanation for this can be related to the fact that in contrast to other disabilities, hearing loss may shape one's social affiliation, that is, it can impact the individual's orientation toward the Deaf or the hearing community. Since social factors play an important role in adolescents' transition into adulthood (Malmberg, 1996; Nurmi, 1993) , it seems that in the case of youth with hearing loss, social affiliation should be taken into account, and not merely the severity of the hearing loss, when examining future perceptions. Consequently, one of the study's hypotheses was that future perceptions will differ not only between individuals with and without hearing loss, but between deaf and D/HH individuals as well.
Various career theories have proposed variables which may contribute to future perceptions in different ways. The current study's conceptualization was based on SCCT (Lent et al., 1994 (Lent et al., , 2000 , which has emphasized the concept of career self-efficacy.
Future Perceptions and Career Self-Efficacy
Social Cognitive Career Theory suggests that four models incorporate an overlapping set of person, environmental, and behavioral variables that are assumed to direct the flow of academic and career development. Among its person variables, SCCT claims that individuals' career self-efficacy, or their beliefs regarding their ability to perform career decision-making tasks, is related to their outcome expectations regarding their future career decisions (Lent et al., 1994) . Self-efficacy beliefs and outcome expectations are assumed to influence individuals' interests, goals, and choices for their future (Lent et al., 1994) . In addition, SCCT suggests that factors such as race, gender, disability/health conditions, and ethnic background directly predict individuals' career interests and choice processes by allowing or restricting access to occupational preparation and opportunities (Lent et al., 1994) . Thus, having a hearing loss, as well as belonging to a minority group, may limit individuals' career opportunities and consequently shape their self-efficacy and future perceptions. The current study examined the contribution of hearing loss, social affiliation, and two types of career self-efficacy-career decision-making self-efficacy (CDMSE) and self-efficacy to manage future conflict between work and family roles-to adolescents' future perceptions. CDMSE has been defined as an individual's confidence in his/her ability to effectively engage in career decision-making tasks and activities (Taylor & Betz, 1983) . Research on hearing participants has revealed significant positive correlations between CDMSE and various indices of adaptive career functioning, including active engagement in career exploration activities (Blustein, 1989) , career decidedness (Taylor & Popma, 1990) , and career aspirations (Nauta, Epperson, & Kahn, 1998) . Punch, Creed, and Hyde (2005) who examined the contribution of different SCCT variables, including CDMSE, among hearing and D/HH adolescents, reported that these variables were more predictive of career behaviors for the hearing than for the D/HH participants.
Less is known about the CDMSE of deaf participants. Schroedel (1991) who investigated career indecision among deaf high schools seniors reported that school staff rated them as either not prepared to make good vocational choices or lacking important competencies to make a career decision. However, he did not explore self-efficacy in this context.
Few studies have explored the efficacy to combine work and family roles and most of them have examined hearing participants (e.g., Cinamon, 2006 Cinamon, , 2010 Hennessy & Lent, 2008) . Following Super's theory which emphasizes the advantage of a life span perspective (e.g., Super, Savickas, & Super, 1996) , and due to the fact that people participate simultaneously in different life roles, Cinamon (2006) emphasized the importance in investigating self-efficacy to manage work-family conflict. She defined this type of efficacy as the individual's confidence in his/her ability to successfully handle two types of conflict: interference from work in the family sphere, and interference from family in the work sphere. Results of her study indicated that young adults that are confident in their ability to successfully handle interference from the work domain in family matters less often expect work-interfering-with-family conflict, and those who are confident in their ability to successfully handle future interference from the family in their work expect less family-interfering-with-work conflict.
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http://jdsde.oxfordjournals.org/ Downloaded from Michael, Most, and Cinamon (2011b) explored self-efficacy to manage work-family conflict among deaf, D/HH, and hearing young adults. They reported significant differences when variables of gender, employment status and engagement in intimate relations were taken into account. For example, deaf and hearing men showed lower levels of self-efficacy to manage situations in which family interferes with work as compared to women, and D/HH men reported higher levels of family-interfering-with-work management self-efficacy compared to D/HH women. Michael, Most, and Cinamon (2013) also examined both CDMSE and the efficacy to manage future conflict between work and family roles among deaf, D/HH, and hearing adolescents. Interestingly, they did not find significant differences in the two types of career self-efficacy. However, different relationships between career self-efficacy and other study variables were found among the different groups. The above findings suggest that hearing status and social affiliation combined with additional variables contributes to differences in career self-efficacy. However, not much is known regarding the ways in which career self-efficacy may impact thoughts and actions of youth with hearing loss.
In sum, the current study examines the contribution of hearing loss, social affiliation, and career self-efficacy to adolescents' future perceptions. In contrast to most studies which explored only one type of career self-efficacy, the present study focused on both CDMSE and the efficacy to manage future conflict between work and family roles. In light of the literature concerning the influence of hearing loss on the development of personal identity (e.g., Anderson & Leigh, 2011 ) and the importance of career self-efficacy to individuals' career development (e.g., Lent et al., 1994) , research hypothesis were: (a) differences in future perceptions will be found among deaf, D/HH, and hearing participants, and (b) significantly positive correlations between the two types of career self-efficacy and future perceptions will emerge, but will differ among the study groups.
Methods

Participants
Participants were 191 11th and 12th grade Jewish students (115 girls, 76 boys) aged 16-18 years (M = 17.03, SD = 0.62) from north and central urban and suburban Israel. Ninetysix had hearing loss and 95 were students with typical hearing. Among participants with hearing loss, 60 (29 girls and 31 boys) studied in special classes for deaf students, used mainly sign language, and reported perceiving themselves as part of the Deaf community, and 36 (17 girls and 19 boys) studied in regular classes, used spoken language, and did not see themselves as deaf. Students from special classes will be referred to as the Deaf group and students from regular classes will be referred to as D/HH. Thus, the distinction between deaf and D/HH participants in this study was not based on audiological criteria, but rather on factors of group affiliation and main mode of communication. All deaf and D/HH participants had reading levels appropriate for coping with the research questionnaires.
The participants with typical hearing were 69 girls and 26 boys. The uneven gender distribution in this group was due to the fact that one class of students was a social science class and was composed mainly of girls. Since the hearing group differed significantly in gender from the other study groups [χ 2 (2; N = 189) = 11.28, p < .01], gender was taken into account in the analyses.
Within the Deaf group, 29 (48%) students had hearing aids, 24 (40%) used cochlear implants, and 7 (12%) did not use any sensory aids. Eighteen of them (30%) had moderate hearing loss (40-60 dB) and 42 (70%) had severe to profound hearing loss (70 dB or more). Forty-eight (80%) reported having been born deaf and 27 (45%) stated having at least one other member of their family with a hearing loss. The fact that most of the Deaf group used hearing devices and did not necessarily have other deaf members in their family may be explained by their school placement. In Israel, high schools which integrate special classes for the deaf require the use of hearing devices during school hours, on the one hand, and emphasize issues of Deaf culture on the other hand. Consequently, many students who come from hearing families and study in special classes gradually begin to perceive themselves as part of the Deaf culture.
Within the D/HH group, 18 (50%) had hearing aids, 12 (33%) used cochlear implants, and 6 (17%) did not use any sensory aids. Two of them (6%) had mild hearing loss (up to 40 dB), 8 (22%) had moderate hearing loss (40-60 dB) and 16 (44%) had severe to profound hearing loss (70 dB or more). Twenty-four students (67%) reported being born with a hearing loss, and 19 (53%) stated that at least one other member of their family has a hearing loss as well.
Instruments
In order to insure that the research instruments were suitable for Deaf and D/HH students' reading level in Hebrew, all measures were first examined as to their language level. Minor modifications were made which simplified the language but did not change the meaning of the statements.
Future perceptions
The Future Perceptions Scale was developed for the purpose of the present study based on semi-structured interviews with 10 youth regarding their future perceptions (Michael et al., 2011a) . In addition, issues presented in other related questionnaires (Cinamon, 2006; Gati, Krausz, & Osipow, 1996; Nurmi, Seginer, & Poole, 1994; Seginer, 1988b; Trommsdorff, Lamm, & Schmidt, 1979) were added. Following a procedure of item phrasing and rephrasing (which included the involvement of five independent judges) and administration to a pilot study, the final scale included 22 items which were divided into four subscales. Each subscale included items concerning general statements on the future, future occupation, future family, and future management with work and family roles.
The questionnaire subscales included future clarity (seven items measuring the degree to which future perceptions were vivid and clear, e.g., "I can really imagine myself being a parent", "I know exactly how I will manage to both have a job and a family of my own".), intensity (five items measuring the extent to which a person tends to think about his/her future, e.g., "I am preoccupied with thoughts about my future work", "I think a lot about the type of parent I will be"), stress (four items measuring feelings of stress when thinking about the future, e.g., "I feel stressed out when I think about the job I'll have", "Thoughts about living together with a partner make me very nervous"), and future planning (six items measuring the tendency to plan and to attribute importance for planning different life domains, e.g., "It is important that I plan my future", "I'll be a parent only after I'll think about it and plan it"). Participants were asked to rate each item from 1 (not true at all) to 6 (very true). Internal consistency of the whole scale was .83 and ranged between .72 and .84 for the subscales in the pilot study. In the current study by guest on November 8, 2016
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Career decision-making self-efficacy
The Career Decision-Making Self-Efficacy (CDMSE) Scale is one of the scales of a middle school self-efficacy questionnaire (Fouad, Smith, & Enochs, 1997) . This scale was chosen due to the fact that it is relatively short and less complicated linguistically, and suitable for younger students. Thus, the authors assumed that it would be suitable for deaf and D/HH students as well. The scale was translated into Hebrew using a double translation process by the first author and a professor in the field of education who are both bi-lingual in Hebrew and English. The final translation was administered in a pilot study of 39 high school students. The internal consistency coefficient was .78.
Using the CDMSE scale, participants are asked to rate the degree of their agreement [ranging from 0 (strongly disagree) to 9 (strongly agree)] with each of 12 items (e.g., "Make a plan for my educational goals for the next three years"). The internal consistency coefficient was .79 in the original normed sample of the scale and .78 in the present study.
Self-efficacy for the management of work-family conflict
The Self-Efficacy for the Management of Work-Family Conflict Scale (Cinamon, 2006) includes eight items which measure participants' confidence in being able to handle future work and family conflicts along a 10-point scale ranging from 0 (not at all confident) to 9 (very confident). Four items assess self-efficacy in one's ability to manage work-interfering-with-family conflict (e.g., "Succeeding in your family role although faced with many difficulties in your work"), and four items assess self-efficacy in one's ability to manage family-interfering-with-work conflict (e.g., "Investing in your job even when under heavy pressure due to family responsibilities"). Cinamon reported Cronbach alpha coefficients of .86 for both subscales. In the current study alphas were .85 for work-interfering-with-family conflict management self-efficacy and .89 for family-interfering-with-work conflict management self-efficacy. Significant high correlations were found in all three groups (deaf, D/HH, and hearing) between the two subscales: 49-59% of the variance in one type of self-efficacy was explained by the other. Thus, participants may not have differentiated between the two types of conflict. Indeed, principal component factor analysis with varimax rotation revealed only one factor. Consequently, work-family conflict management self-efficacy was treated in this study as a single scale.
Procedure
After receiving approval from school principals, research questionnaires were administered individually to participants during school hours. The questionnaires were presented and explained to participants using their main mode of communication (i.e., spoken language with D/HH and hearing participants and sign language with deaf participants). Participants completed the questionnaires in approximately 15-30 min. They were offered help if they had trouble understanding questions; however, no major difficulties arose. No incentives were provided to the participants. Table 1 presents means, standard deviations, and inter-correlations for the main study variables.
Results
As presented in Table 1 , participants rated their future clarity, intensity, and planning, as well as stress, as being moderate and above (mean scores around 3 or higher on a scale of 1-6). Participants' career self-efficacy as relatively high (mean scores above 6 on a scale of 0-9). In addition, significant correlations were found between some of the study variables.
The first goal of the study was to explore differences in future perceptions among the deaf, the D/HH, and the hearing participants. A multivariate analysis of variance (MANOVAs) which was conducted with social affiliation (belonging to a hearing, deaf, or D/HH group) and gender as the two factors, indicated a significant main effect of social affiliation [F(8, 360) = 3.17, p < .01, partial ƞ 2 = .07]. As hypothesized, the three groups varied significantly in their future perceptions but only in two aspects: future clarity and intensity (Table 2) . Bonferroni post hoc tests revealed that deaf participants reported significantly higher levels of future clarity and intensity than the other participant groups. In addition, a significant interaction was found between social affiliation and gender [F(8, 360) = 2.75, p < .01, Partial ƞ 2 = .06] in relation to future clarity, future stress, and future planning. The results of this interaction are presented in Table 3 .
As seen in Table 3 , boys who were deaf or D/HH reported higher levels of future clarity and future planning compared to girls with hearing loss, whereas boys with typical hearing reported lower levels of these variables compared to girls with typical hearing. Boys who were deaf also reported higher levels of stress from the future compared to girls who were deaf, whereas in the other two groups (D/HH and hearing) girls reported higher levels of this variable compared to boys.
In order to examine potential differences in career self-efficacy among the three study groups, MANOVAs were conducted with social affiliation and gender as the two factors. However, no significant main effects or interactions emerged.
The second goal of the study was to investigate the relationships between career self-efficacy and future perceptions of the deaf, D/HH, and hearing participants. The research hypothesis was that significant positive relations between the two types of career self-efficacy and future perceptions will emerge, but will differ among the study groups. As presented in Table 4 , significant positive correlations were found between the two variables of career self-efficacy and future clarity among the deaf and the hearing participants, but not among the D/HH participants. Significant positive correlations were also found between the two types of efficacy and future planning among the deaf group, and between CDMSE and future planning among the hearing group. Additionally, the Box's M value of 1.68 was associated (2000) guidelines (i.e., p < .005). Thus, the covariance matrices between the groups were assumed to be not equal, meaning that the groups differed in their patterns of correlations. In order to examine the contribution of both an affiliation to a certain hearing status group and career self-efficacy to participants' future perceptions, four linear regression analyses were conducted for each of the future perception variables. In all of these regressions the three types of hearing status and affiliation (deaf, D/HH, and hearing) were recoded into two dummy variables (deaf vs. D/HH and hearing and hearing vs. deaf and D/ HH) and were entered in the first step, along with gender, since, as mentioned earlier, the study groups also differed in gender distribution. The two types of career self-efficacy (CDMSE and the efficacy to manage future conflict between work and family roles) were entered in the second step. Significant results were found in relation to future clarity [F(5, 183) = 9.96, p < .001, f 2 = .27] and future planning [F(5, 183) = 3.90, p < .01, f 2 = .11], as presented in Table 5 .
Hearing status and affiliation, gender, and career self-efficacy explained 21% of the variance of future clarity, with hearing status and gender contributing 8% of the variance and career self-efficacy contributing 13%. Hearing status and affiliation and self-efficacy to manage future conflict between work and family roles were significant predictors of participants' future clarity. Deaf participants reported higher levels of future clarity compared to the other participants. In addition, higher levels of self-efficacy to manage future conflict between work and family roles were related to higher levels of future clarity (Table 1) .
Hearing status and affiliation, gender, and career self-efficacy explained 10% of the variance in future planning, with hearing status and gender contributing 1% of the variance and career self-efficacy contributing 9%. CDMSE was a significant predictor of future planning. Higher levels of this type of self-efficacy were related to higher levels of future planning (Table 1) .
Discussion
In order to help persons with hearing loss overcome careerrelated barriers, it is important to identify the factors influencing them. The current study focused on the examination of two proximal variables-future perceptions and career self-efficacy among deaf, D/HH, and hearing adolescents.
As hypothesized, the three groups of participants (deaf, D/ HH, and hearing) varied significantly in their future perceptions but only in two aspects: future clarity and intensity. Deaf participants reported significantly higher levels of future clarity and intensity than the other participant groups. Differences between persons with different hearing status and affiliation were reported in previous studies in a variety of career development variables such as attribution of importance to life roles (Cinamon, Most, & Michael, 2008) and career-related parental support (Michael et al., 2013) . The current study suggests that these differences also exist in relation to future perceptions. Similar to the current study, previous studies have reported relatively high future expectations among youth with hearing loss (e.g., Garberoglio et al., 2014) . However, these studies did not distinguish between different groups within this population, such as deaf and D/HH. The fact that deaf adolescents reported higher levels of future clarity and intensity compared to the other groups may be explained by the possibility that deaf youths, being less integrated into the hearing world, are more cognizant of the possible challenges that they may face in their future and thus acknowledge the need to utilize an increased intended effort (i.e., hold higher clarity and intensity) in order to achieve their future goals.
Higher levels of future clarity and intensity which were found among the Deaf participants in this study may be also related to low environmental expectations of them, and especially by their parents. Studies have reported that many parents of children with severe and profound hearing losses believe that deafness limits occupational opportunities and that deaf persons cannot succeed in the work force as well as their hearing (Schroedel & Carnahan, 1991) . In addition, parents tend to express concerns about education and future opportunities for their children (Jamieson, Zaidman-Zait, & Poon, 2011) . It has also been reported that parents tend to encourage hearing adolescents to participate in a wider range of occupations compared to adolescents with severe and profound hearing losses with similar training (DeCaro, Mudgett-DeCaro, & Dowaliby, 2001; Parasnis, DeCaro, & Raman, 1996) . Thus, it is plausible that parents of deaf children direct them in advance to certain occupations and limit their children's opportunities for exploration of the world and their skills. This may lead to more limited future options which on the one hand may depict a clearer and more vivid picture of the future (since there are less options to choose from) and on the other hand may cause concerns and intensive thinking about one's future. In addition, as described above, the deaf participants in the current study attended special classes for students with hearing loss. In many of these classes greater emphasis is placed on occupational preparation as compared to regular educational settings. Consequently, thoughts about the future may be more apparent and the future in general clearer. Contrary to the research hypothesis, no significant differences were found between the three research groups (deaf, D/ HH, and hearing) with regard to levels of stress from the future and future planning. Thus, affiliation to a certain group differentiated only certain aspects of future perceptions. However, the current study focused on four specific future perception variables. Previous studies examined other variables such as future beliefs (Catalano, Berglund, Ryan, Lonczak, & Hawkins, 2004) and future expectations (Seginer, 2009; Sulimani-Aidan & Benbenishty, 2011) . Future studies should examine the Table 4 . Correlations between future perceptions and self-efficacy subscales among deaf (n = 60), D/HH (n = 36), and hearing (n = 95) participants Step 1 Step 2 by guest on November 8, 2016
http://jdsde.oxfordjournals.org/ Downloaded from contribution of hearing status to these variables as well in order to reach a better understanding of the development of future perceptions among adolescents with and without hearing loss. In addition, it seems that there are other variables which may impact deaf, D/HH, and hearing adolescents' future perceptions, such as gender. In the current study, boys who were deaf or D/HH reported higher levels of future clarity and future planning compared to girls with hearing loss, whereas boys with typical hearing reported lower levels of these variables compared to girls with typical hearing. Boys who were deaf also reported higher levels of stress from the future compared to girls who were deaf, whereas in the other two groups (D/HH and hearing) girls reported higher levels of this variable compared to boys. A possible explanation for the fact that girls who were deaf tended to reported lower levels of future perceptions compared to the other groups may be that whereas in the general population gender differences are less apparent in careerrelated domains than they were in the past (e.g., Watts, Frame, Moffett, Van Hein, & Hein, 2015) , they are more pronounced when it comes to minority groups (such as being deaf). In addition, these results are accordance with previous studies (e.g., Michael et al., 2011b) who reported gender differences among young adults with different hearing status in other career development related variables. They also support the claim regarding the differences among deaf and D/HH persons.
As reported in previous studies (e.g., Michael et al., 2013) , no significant differences were found here between the deaf, D/HH, and hearing participants in career self-efficacy. At first glance, this finding is encouraging because it may mean that hearing status and affiliation is not related to career self-efficacy. However, one should keep in mind that the current study examined only two specific types of career self-efficacy-CDMSE and the efficacy to manage future conflict between work and family roles. Since there are other types of career-related self-efficacy such as career planning and exploration self-efficacy and educational and occupational self-efficacy (Gysbers, Multon, Lapan, & Lukin, 1992) , it would be worthwhile to examine their relationships to hearing status as well before arriving to final conclusions on the matter.
The finding that different patterns of correlations were found between the two types of career self-efficacy and certain types of future perceptions in the three study groups may also suggest that there is a connection between career self-efficacy and hearing status and affiliation. In addition, it points to the idea that one cannot relate to career self-efficacy as a global concept because different types of career self-efficacy are related to different types of future perceptions. Similar results were reported when CDMSE and the efficacy to manage future conflict between work and family roles were examined in relation to other career variables such as career-related parental support (Michael et al., 2013) .
In accordance with the research hypothesis, examination of the joint contribution of hearing status and affiliation (belonging to the hearing, the Deaf, or the D/HH group) and career selfefficacy to the future perceptions of the study's participants yielded some significant results. Specifically, hearing status and affiliation and the efficacy to manage future conflict between work and family roles were significant predictors of participants' future clarity, and CDMSE was a significant predictor of future planning. These findings support SCCT's claim regarding the contribution of personal factors such as self-efficacy and having a health condition / disability to individuals' career development (Lent et al., 1994) .
In sum, research findings suggest that hearing status and affiliation, as well as career self-efficacy, may be important factors that contribute to the development of adolescents' future perceptions. Also, gender is another factor which should be taken into account. One of the main conclusions that can be derived from the current study is that in the career domain, as well as in other domains (e.g., Weisel & Reichstein, 1990) , the simple fact of having hearing loss or typical hearing is not sufficient. The social affiliation of persons with hearing loss is important as well, alongside other personal variables such as gender.
Most of the literature on adolescents' career development and future plans has focused on participants without special needs (e.g., Ellison et al., 2014; Malmberg et al., 2005; Nurmi, Poole, & Seginer, 1995) . The present study's findings contribute to the knowledge on career development processes among adolescents with hearing loss, a population that may encounter various career-related difficulties (e.g., Schroedel & Geyer, 2000; Winn, 2007) . A better understanding of this group can help to develop suitable support services which take into account issues of identity and social affiliation in the process of advancing and integrating persons with hearing loss into the work force.
